The concentration of women in a small set of relatively low paid occupations is a well-documented characteristic of the labor market (c.f. Beller, 1984; or Albelba, 1986 ).
Theoretical models attempting to explain occupational segregation by gender have focused on both the supply-and demand-side of the market.
1 Supply-side models indicate that women choose to enter a specific subset of occupations because they provide job characteristics favorable to them, such as more flexible work hours or smaller penalties from labor force intermittency.
Demand-side models traditionally rely on barriers to entry and/or promotion to male-dominated jobs that have better characteristics. Some have also argued that socialization processes that begin at a very early age and continue throughout an individual's life lead men and women to view certain occupations as "appropriate" for their gender.
1 For reviews of this literature, see Blau and Ferber (1992) and England (1992) .
personal information including respondents' occupational aspirations in the first survey year and occupations in each subsequent year, enabling me to model transitions. The main findings are threefold: (1) more educated workers, and particularly women, are more likely to move into higher paying, male-dominated jobs; (2) women in higher paying, male-dominated jobs have more difficulty keeping those jobs during a recession; and (3) the gender-type of the job to which a worker aspires does not, in general, significantly explain transitions between different types of jobs.
THEORETICAL CONSIDERATIONS
Models addressing occupational mobility are quite prevalent in the literature. Although none specifically seek to explain mobility between jobs of different gender-types, straightforward extensions to these models can address this issue. This section of the paper will highlight these extensions and provide predictions that will be examined in the empirical work to follow.
The Human Capital Model has frequently been used to explain differences in occupational choices by men and women. Simply put, lower-paying, female-dominated jobs are chosen by women because they require less human capital and have lower rates of human capital depreciation. These jobs are more attractive to women because their tendency towards intermittent participation in the labor force makes investments in human capital less attractive (c.f. Mincer and Polachek, 1974; Polachek, 1981) . More recently, this model has been used to explain mobility between occupations because human capital investments may influence an individual's career path (Sicherman and Galor, 1990; Sicherman, 1990) .
level of education, are predicted to be positively associated with mobility towards higher paying, male-dominated jobs.
Alternative models make predictions regarding the effects of labor market conditions on occupational mobility. In one set of models firms take an active role in screening applicants and only hire the ones that meet some minimum standard (c.f. Pissarides, 1990; Barron et al., 1985) .
This standard would fluctuate countercyclically. Models of this type imply that if qualifications differed by gender and are positively correlated with the gender-type of the job, then crossing gender boundaries will be easier in a boom and more difficult during a recession. The same implication could be made if men's and women's qualifications were equivalent, but employers discriminate as in Becker's (1971) model. An employer with a vacancy in a traditionally male job, for instance, may downgrade the qualifications of a female applicant simply because of her gender. In a tight labor market, this employer may have no choice but to hire a woman. As the economy moves into a recession, however, this employer will have a larger pool of qualified applicants to choose from and could more easily hire a man. Therefore, crossing boundaries should be procyclical in this model as well.
Theories based on the way workers have been socialized, reviewed in Eccles and Hoffman (1984) and Marini and Brinton (1984) , may also explain the mobility of workers across jobs of different gender-types. These models indicate that boys and girls are "taught" to go into occupations appropriate for their gender. The evidence that boys and girls at very young ages are likely to provide appropriately gender-typed occupational aspirations supports this view. To the extent that these aspirations are pursued in the labor market, individuals will try to enter occupations consistent with them upon labor market entry and, if such a job is not obtained, subsequently move into a job of that type.
In summary, this discussion provides the following empirical predictions: (1) more human capital leads to mobility into higher paying, male-dominated jobs; (2) higher rates of unemployment increase (decrease) the rate of entry of men (women) into higher paying, male-dominated jobs; (3) workers with occupational aspirations of a certain type should be more likely to move into jobs of that type than other workers.
METHODOLOGY
The empirical work to follow is designed to model the determinants of the type of a worker's first job after leaving school and the determinants of transitions out of different types of jobs once in the labor market.
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This section of the paper formalizes the methodology employed to estimate these models.
The first issue raised in estimating such models is defining the types of jobs for which transitions may be observed. 5 A job's gender-type is the primary focus of the paper and I classify jobs into male-dominated (more than 70% of job-holders are male), female-dominated (more than 70% of job-holders are female), and integrated jobs. One difficulty in statistically modelling transitions between these types of jobs is the degree of heterogeneity within a particular gender-type. For instance, although male-dominated jobs tend to pay more than female-dominated jobs, secretaries tend to earn more than janitors even though the former occupation is female-dominated and the latter is male-dominated. To reduce the degree of 4 Waite and Berryman (1985) and Rosenfeld and Spenner (1992) estimate similar models of these types of transitions. Relative to these papers, the approach taken in this paper has the advantage of using a large, nationally representative data set, of modelling transitions for both men and women, and of distinguishing turnover depending upon the type of job in which the individual was initially employed. 5 In all of the empirical work to follow, it is important to note that "jobs" are defined as occupations. Transitions that occur between jobs within the same occupation are not considered here because of data limitations. Because "jobs" may be segregated within occupations (see Blau, 1977, for example) , this analysis will miss some transitions. The implications of job segregation within occupations are explored in Groshen (1991). heterogeneity, jobs are classified by "sector" (white collar, clerical, blue collar, and service) as well as gender-type. An empirical problem with disaggregating jobs in this way is that the number of workers in some job "cells" (gender-type and sector) are rather small, yielding a great deal of imprecision in estimated parameters. As a result, gender-types of jobs have been somewhat aggregated. In this paper, jobs will be categorized into eight distinct types: male and integrated/female white collar, male/integrated and female clerical, male and integrated/female blue collar, and male/integrated and female service sector jobs.
This study begins by further documenting the mobility of workers across different types of occupations. First, I estimate separate transition probability matrices for men and women between the type of occupation to which an individual aspired and the type of occupation in which the individual obtained his/her first job after leaving school. Second, transition probability matrices between all subsequent occupations in years t and t+1 are estimated separately for men and women. 6 In both cases, larger entries in the off-diagonal elements of these matrices indicate more mobility.
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The potential determinants of mobility between different types of jobs are then considered. I then proceed to model transitions out of jobs of different gender-types after leaving school. 8 Because the movement of workers between jobs is, by nature, a continuous process, a hazard model that considers the probability of changing jobs over time is an appropriate estimation technique. Since jobs are only measured at discrete periods in survey data, discrete time hazard models will be employed in this analysis. Specifically, I estimate discrete time hazard models of the form: 9 where:
An alternative specification could separately model transitions out of a job of a particular type and into each different type of job. I have attempted to estimate models of this "competing risks" form as well. The relatively small number of each specific type of transition, however, hinders estimation of such a model. 9 See Allison (1982) or Kalbfleisch and Prentice (1980) for more details.
is the probability of observing a transition out of a job of type j for person i in local labor m after being in the job for t periods. All other notation is the same as above. This model includes an intercept which varies with tenure on the job, allowing for the estimation of a "baseline" hazard rate.
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DATA
The primary source of data employed in this analysis is the National Longitudinal Survey of Youth (NLSY). These data provide information on people between the ages of 14 and 21 in 1979, the first year of the survey. Surveys are conducted annually and, at the time this project began, information was available through 1990. The strength of these data for the present purposes rests in the existence of information regarding the job held by each worker in each of the survey years, personal characteristics including educational attainment, and direct questions regarding occupational aspirations.
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In this study I have restricted these data to include only those workers who were between the ages of 14 and 16 in 1979 and obtained employment by 1990. 12 The age restriction was made for two reasons. First, because I seek to address an individual's mobility across occupations starting at the point of labor market entry, choosing workers age 16 or less provides an exogenous means of selecting respondent's who satisfy this. 13 Second, one of the determinants of mobility that I examine is the gender-type of an individual's occupational aspirations. These aspirations were reported on the first survey date and, for youth over age 16 it is possible that they have left Female-dominated jobs are defined as those with more than 70% women, male-dominated jobs are those with more than 70% men, and all other jobs are defined as integrated.
Mean characteristics of workers in this sample are reported in Table 1 . Because of the panel nature of these data, a unit of observation represents a person-year. Several interesting 13 The few 14-16 year old workers who have left school and are employed in 1979 are dropped from the sample for this reason.
14 There are over 400 3-digit occupations defined in the 1980 Census. I have coded a worker's occupation from the NLSY using occupation codes from the 1970 Census because these codes are available for each survey year. To translate between Census occupation codes used in 1970 and codes used in 1980 conversion matrices found in U.S. Bureau of the Census (1989) have been employed. A program to translate the codes and a description of the program are available from the author upon request. 15 Since this study considers transitions between job types over time, using a single year to measure the sex-type of a job may bias the results if a significant number of occupations changed sex-type over time. The approach taken here is somewhat dictated by the form of the data available since only Census data provide enough observations to precisely estimate the fraction of workers in an occupation that are female. The effect of this decision should be relatively small, however. While Reskin and Roos (1990) report that the percentage of women in some occupations changed significantly between 1970 and 1980, few occupations would have changed sex-types as defined in this study.
patterns are apparent in the data. First, the classification of jobs by sector holding gender composition constant generally "ranks" occupations by level of pay. For instance, among men and women in male or male/integrated jobs, white collar jobs pay the most, followed by clerical, blue collar, and service jobs. Holding the occupational sector constant, these statistics also reflect the well known fact that male-dominated jobs pay more than female-dominated jobs. For instance, men (women) in white collar jobs earn 20% (13%) more if their job is male-dominated compared to integrated/female-dominated.
Second, years of education also generally rank occupational sectors, as would be expected given the well-known correlation between education and wages. Within sectors workers in male-dominated jobs have levels of education that are not much different than workers in female-dominated jobs. It is true, however, that among workers in white collar jobs, which are the highest paying jobs, workers in male-dominated jobs do have about a half-year more education relative to workers in integrated/female-dominated jobs.
Third, large differences exist in the level of unemployment during the periods in which workers are employed in different jobs sectors. This pattern is largely attributable to the differences in education across workers in different sectors, just described, and the state of the business cycle in the 1980's. Among workers in this cohort, those who invested in more education would have entered the labor market later in the 1980's after the unemployment associated with the major recession of the early 1980's had diminished. This relationship underscores the need to conduct multivariate analyses that can address the influence of labor market conditions controlling for differences in years of education.
Finally, the sector of employment to which a worker aspired appears to be much more strongly connected to the type of job obtained compared to the gender-type of the aspiration. For instance, men employed in blue collar jobs were far more likely to have blue collar aspirations compared to men employed in other sectors. Men in male or male/integrated jobs, however, are only slightly more likely to have aspired to male-dominated jobs as teens compared to men employed in female or integrated/female-dominated jobs. The vast majority of men had male-dominated aspirations regardless A similar, but more detailed, analysis employing transition probability matrices will be reported in the following section of the paper.
RESULTS
Tables 2A and 2B present transition probability matrices between the type of occupation to which a worker aspired as a teenager and the type of his/her first job after leaving school. Greater mobility across job types is indicated by larger entries in the off-diagonal elements of the matrices. The first conclusion which can be drawn from this table, which has been extensively documented elsewhere (c.f. Blau and Ferber, 1992 or Marini and Brinton, 1984) , is the degree of segregation of men and women, both in terms of aspirations and in the labor market. Men, in particular, have strongly gender-typed aspirations as three-quarters of men aspired to male-dominated blue-collar and white-collar jobs. Nevertheless, a substantial number of workers aspired to atypical, high paying jobs. Roughly 20% of women and men aspired to white collar jobs that are male-dominated or integrated/female-dominated, respectively. Once in the labor market, only about one-quarter of men and women are employed in jobs atypical for their gender.
Results further indicate that a significant amount of mobility exists, both in occupational sectors and gender-types, between aspirations as a teen and achievement in first job. The diagonal elements of these matrices, which indicate the percentage of workers with a particular aspiration that actually go into that type of job, are well below 50% with the exception of men aspiring to blue-collar, male-dominated jobs. Workers are frequently observed crossing sectors and gender-types. For example, men and women with white collar aspirations only obtain a white collar first job about 30-40% of the time, depending upon the gender-type of that aspiration.
Holding constant the aspired sector, women with male-dominated, white collar aspirations are twice as likely to enter a female/integrated white collar occupation as opposed to a male-dominated aspiration in this sector. Similarly, men with this type of aspiration are equally likely to obtain a male-dominated job as a female/integrated job among those who found white collar jobs. Highlighting these facts is that male-dominated blue collar employment appears to be an "absorbing state" for men, as about one-third to 50% of men obtain this type of job regardless of their occupational aspiration. Similarly, employment in both female clerical and female service occupations is obtained by roughly 20-30% of women each regardless of their aspiration.
Although a considerable amount of mobility is apparent, chi-squared tests indicate that statistical independence between the type of a worker's aspirations and the type of his/her first job can be rejected at the 1% level.
These results are consistent with the patterns observed once the individual has entered the labor market. Tables 3A and 3B present similar matrices representing transitions between the type of a worker's job in years t and t+1. Again, occupations are seen to be strongly segregated by gender. Moreover, a significant degree of mobility is observed. Among men, many of the transitions are into male-dominated blue collar jobs. An interesting finding in these tables is that transition rates for men out of female-dominated jobs are higher than for women. The opposite pattern holds true for women in male-dominated jobs. For instance, among workers in male-dominated white collar jobs, more than half of the men remain in jobs of that type between one year and the next, but only about one-third of women do so. In contrast, over half of women maintain employment in female-dominated clerical jobs between one year and the next, but only about one-sixth of men. Although there is considerable mobility between occupations, statistical independence between occupational gender-types between one year and the next can be strongly rejected for both men and women here as well.
The next part of the analysis considers the potential determinants of mobility across job types. Table 4 presents estimates of a multinomial logit model of the determinants of the occupational gender-type of an individual's first job after leaving school. 16 The omitted job type in this model is male-dominated white collar jobs, so that parameter estimates can be interpreted as a function of the probability of entering a particular type of job relative to entering a male-dominated white collar job. All explanatory variables are interacted with a female indicator variable (the coefficients on these interactions are reported in the bottom half of the table) so that differences in the determinants of the type of first job between men and women may be discerned.
The results are consistent with some of the theoretical predictions discussed above. As expected, education plays a significant role in explaining occupational outcomes. Men and women with more education are less likely to enter any other type of occupation relative to the highest paying type of occupation, male-dominated white collar jobs. Importantly, education appears to play a more prominent role in this choice for women than for men. Additional education for women significantly reduces the relative likelihood of entering both female-dominated clerical and service jobs that pay considerably less. 16 In addition to the regressors reported in Table 4 , controls for the demographic characteristics listed in Table  1 are also included in these models. In addition, I also estimated specifications which included dummy variables for a worker's region of residence and the year in which s/he obtained his/her first job. F-tests indicated that neither of these sets of regressors explained a significant amount of variability in the data, however, and these models are not reported here.
Second, during periods of high unemployment, workers are more likely to enter lower paying jobs, in the blue-collar and service sectors, relative to the higher paying, male-dominated white collar occupations. This pattern is not significantly different between men and women and is likely attributable to changes in the structure of labor demand during economic downturns. In the context of obtaining a first job, then, women do not appear to be at a disadvantage in obtaining higher paying male-dominated jobs during a recession.
Third, the type of a worker's aspirations appear to play some role in determining the type of his/her first job. Interestingly, though, the sector to which a worker aspires appears to play a more significant role than the gender-type of that aspiration.
17 For instance, workers with blue-collar aspirations are more likely to enter male-dominated blue collar or service sector jobs relative to white-collar male-dominated jobs. In general, given the wage rankings of these occupation types, it appears that workers with higher (lower) "wage aspirations" are more likely to enter higher (lower) paying jobs.
On the other hand, the gender-type of a worker's occupational aspirations appears to play a minor role in the choice of his/her first job. Workers with male-dominated aspirations compared to those with female-dominated aspirations are only relatively less likely to enter female-dominated service sector jobs. This finding is statistically significant at the 10% level.
With that exception, the gender-type of a worker's aspirations is not significantly related to the choice of any job type. This holds for both men and women. 17 Variables representing aspirations to each of the eight occupations are not employed here because there are too few workers who aspire to each of them to provide robust estimates. Moreover, interactions of the sector to which a respondent employed and a female indicator variable are excluded because each sector is largely aspired to by primarily men or women. Therefore differences in these aspirations by gender cannot be precisely estimated.
Estimation results from modelling the determinants of transitions out of different types of occupations are reported in Table 5 . These results are largely consistent with those reported in Table 4 regarding the type of first job acquired. Analogous to that model, additional education reduces the likelihood of leaving white collar occupations, regardless of gender-type. Workers with more schooling are also more likely to leave male-dominated blue collar occupations.
Again, education is a more important determinant of these transitions for women than for men.
More educated women are significantly more likely to leave lower paying, male-dominated blue collar and male/integrated service occupations relative to men.
The unemployment rate is not estimated to significantly affect transitions out of particular jobs with one important exception; women who have obtained male-dominated jobs are significantly (p-value = 7.4%) more likely to leave a male-dominated white collar job during a recession. This finding is important since these occupations represent the highest paying jobs. It indicates that the business cycle increases an employers' degree of selectivity for new workers in this sector and is potentially consistent with differences in qualifications between men and women or with employer discrimination against women.
Occupational aspirations also seems to play a role in explaining transitions between job types, but the sector to which a worker aspired appears to be more important than the gender-type of his/her aspiration here as well. For instance, workers who aspired to white collar jobs are significantly more likely to leave a female-dominated clerical job and those who aspired to a male-dominated blue collar job are less likely to leave jobs of that type compared to workers who aspired to a service job. In contrast, the gender-type of a worker's occupational aspiration is unrelated to the probability of leaving any job type.
CONCLUSION
This paper has examined the determinants of the extensive mobility that worker's exhibit moving across different types of jobs. From the time aspirations are reported as a teenager, through labor market entry, and into a worker's career, I have documented that the type of a worker's occupation is by no means stationary. The majority of workers switch job types at some time and many of these transitions occur across gender boundaries. I have presented several theoretical models which could shed some light on the reasons for this observed movement and have found some consistency with observed behavior. The most robust finding is that additional schooling is associated with movements towards higher paying male-dominated jobs, an effect which is particularly pronounced for women. In addition, there is some evidence that during periods of high unemployment women have difficulty obtaining higher paying male-dominated jobs. Finally, I have found little evidence that the gender-type of a worker's occupational aspiration as a teen has an effect on their entry into or mobility out of jobs of that gender-type.
The results presented here can be used to justify an approach to estimating the wage effects of occupational segregation. In particular, fixed effect models that identify changes in wages as a function of changes in the gender composition of a worker's occupation, such as studies by Gerhardt and El Cheikh (1991) and England, et al. (1988) may be informative and robust. This study indicates that the statistical indentification of these models is obtained from large numbers of job changers that have experienced, in some instances, large changes in the percentage of women in their occupation. Additional research examining both the causes of occupational transitions and the wage effects of such transitions would be beneficial. All specifications include the demographic characteristics listed in Table 1 and a full vector of dummy variables indicating duration in the occupational type along with these variables interacted with a female indicator variable. These variables represent a "baseline hazard that is allowed to vary by gender. Interactions of white collar, clerical and blue collar occupational aspirations with a female indicator variable are not included because each type of job is largely aspired to by only one gender.
